ABSTRACT
communications sector in Bangladesh is one of the fastest growing industries and has stimulated and aided the rapid economic and social growth in the country by generating employment opportunities by the firms in the telecommunications sector. It has also enhanced productivity in businesses as a result of easier exchange of information through mobile phone usage and creating a more conscious and knowledgeable employees, workforce and citizens. It has added a new level of comfort and convenience. This has become an indispensable service in the lives of general people of the country. According to the World Bank, an extra 10 mobile phones per 100 people in a typical developing country added 0.6 percentage points of growth in GDP per capita, and this impact is about twice as large in developing countries than in developed countries. Also in aggregate, including direct and indirect employment, more than 111,790 jobs have been created by the industry till date. (Ifty Islam, Deloitte, 2010, www.amtob.org.bd/re source/telecom-recommendation.pdf) Employees are the most essential asset for any firm as they can extensively affect an organization's performance and profitability. Training is the process of improving the existing skills, knowledge, exposure, and abilities in an individual. It also enhances the capabilities of employees in a very effective way by motivating them and transforming them into well-organized and well-mannered personnel that ultimately affects the performance of organization. Without proper training employees' maximum capabilities remain under utilized. Laing (2009) defines training as an indicator of superior skills, knowledge, capabilities and outlook of the employees that result in effective performance of the workers. However, he adds one thing more that it (training) raises the production of the organization.
The aim of the study is to identify the impact of training on employee performance. In this article some intervening variables have been used to identify the extent of relationship between training and employee -performance.
II.OBJECTIVES OF THE STUDY
The main objective of this research is to identify the impact of training on employee performance. The specific objectives are- To investigate the impact of training on job-knowledge, skill, and employee-attitude towards job and organization.
 To examine the impact that job knowledge, skill, and attitude have on employee performance.
III. LITERATURE REVIEW
Abdus Sattar Niazi (2011) in the article "Training and Development Strategy and its Role in Organizational Performance" has revealed that HR plays the role of establishing and implementing roadmap for strategic training and development. We know the strategic positioning of training and development directly promotes organizational business goals and objectives and thereby enhancing organizational performance. The research emphasizes that in the context of the developing countries, corporate universities provide a flexible framework within which training and development strategy is worked out to shape and implement a learning strategy that reflects the heart of the organization's learning culture, hence it positively contributes to the organizational performance.
Similarly Benedicta and Appiah (2010) mentioned a positive relationship between training and employee performance. Training generates benefits for the employee as well as the organization by positively influencing employee performance through the development of employee knowledge, skills, ability, competencies and behavior. Swart et al., (2005) , mentione in his study that bridging the performance gap refers to implementing a relevant training intervention for the sake of developing particular skills and abilities of the workers and enhancing employee performance. He further elaborates the concept by stating that training facilitates organization in recognizing the areas where the workers are underperforming in terms of knowledge, skills and attitudes. Wright and Geroy (2001) highlight that employee competencies can be upgraded through effective training programs. Comprehensive trainings enable employees to be flexible and adapt to future changes and demands required to give a superior performance on the job. Afaq et al.(2011) in the article "Employees' Training and Performance Relationship in Hospitality Sector, A Case of Pearl Continental Hotel" identified that there is a significant relationship between the two variables; revealing that the employees who have taken trainings are more capable in performing different tasks and vice versa.
Afshan Sultana(2012) In the paper " Impact of Training on Employee Performance: A Study of Telecommunication Sector in Pakistan" observe that most organizations meet their needs for training in an ad-hoc and haphazard way while others set about identifying their training needs, then designing training activities in a rational manner and finally assessing the results of training. The study concludes that if organizations invest in the right type of employee training, it can enhance employee performance as well as competencies and skills. Falola et al. (2014) in the article "Effectiveness of Training and Development on Employees' Performance and Organization Competitiveness in the Nigerian Banking Industry" and Azara Shaheen (2013) in the article "Employees Training and Organizational Performance: Mediation by Employees Performance" have found that there is a strong relationship between training and development, employees' performance and competitive advantage. Khawaja Jehanzeb and Dr. Nadeem Ahmed Bashir (2013) in the paper "Training and Development Program and its Benefits to Employee and Organization: A Conceptual Study" find that employees are esteemed resource of the organization and success or failure of the organization rely on the performance of employees. Therefore, organizations are financing large amount on employee training and development programs. Muhammad Aslam in the paper "Impact of Training and Development on Organizational Performance" have identifies that training and development, on the job training, training design and delivery style have significant affect on organizational performance and all these have positively affected the organizational performance. It means it increases the overall organizational performance. Rosenwald (2000) defined that providing employees training and development opportunities can be perceives a meaning that the organization cares for their employees. This perception in employees may produce benefits even though training and development structure and transfer might not be optimal.
IV.RESEARCH METHODOLOGY
This study is mainly based on primary data which have been collected from a questionnaire survey in March, 2015. A total of 120 questionnaires were distributed among the employees of six telecommunication companies and 100 questionnaires were returned back. The total response rate is 83.33%. The questionnaire has been developed by using 5 point Likert-type scale consisting of assigned values between 1 to 5 where value 1= Strongly dissatisfied, 2= Dissatisfied, 3= Neutral, 4= Satisfied, 5= Strongly satisfied for the asked questions. Secondary data have been collected from articles of different journals, text books, websites, etc. Collected data have been analyzed through descriptive statistics (frequency and percentage) and regressions by using SPSS version 16.
The following theoretical framework has been formulated to draw a relationship between training and employee performance, in the presence of intervening variables. 
Regression analysis
All the hypotheses of the study have been tested by using statistical techniques through SPSS 16.0. Regression technique is used to test the hypotheses. B determines the value of the dependent variable if the independent variable is zero. β explains the rate of change in dependent variable due to 1 unit change in independent variable .T-value shows that the regression model results as a good predictor of the dependent variable. P-value explains the significance of all the coefficients (Andy Field, 2009). In table 3, the regression analysis shows that, if emphasis on training is zero, job knowledge will be 2.295 and if training is increased by 1%, job knowledge will increase by 67.8% (B=2.295, β=.678). The t-value is 9.139 proving training as a good predictor of gaining more job knowledge.
Decision:
The relationship between training and job knowledge is positive and statistically significant as the value of p <.05. So the null hypothesis is rejected. That means there is a statistically significant impact of training on employees' job knowledge. In table 4, it is shown that, if emphasis on training is zero, skill will be 2.8 and if training is increased by 1%, skill will increase by 73.6% (B=2.8, β=.736). The t-value is 10.747 that represent training as a good predictor for measuring employees' skill.
The relationship between training and skill is positive and statistically significant as the value of p is .000 that is smaller than .05. So the alternative hypothesis is accepted. That means there is a statistically significant impact of training on employees' skill. The value of B is 2.232, indicates that if emphasis of training is zero, positive attitude of employees' will be 2.232. The value of β (.591) indicates that 1% change in training can change positive attitude up to 59.1%. The t-value is 7.250 that represent training as a good predictor of employees' positive attitudes.
Here the null hypothesis is rejected as p-value is smaller than .05. So there is a statistically significant impact of training on employees' positive attitudes. From table 6, it is found that the value of B and β is .793 and .714 respectively. This explains if emphasis on job knowledge is zero the performance will be .793 and if job knowledge is increased by 1%, performance will increase by 71.4%. The t-value for this hypothesis is 10.104 therefore it can be concluded that job knowledge is an effective predictor of employees' performance.
The value of p is smaller than .05 which indicates that there is a statistically significant impact of job knowledge on employees' performance. That means the alternative hypothesis is accepted. The regression analysis shows that, if emphasis on skill is zero, performance will be .587 and if skill is increased by 1%, performance will be increased by 59.5% (B=.587, β=.678). The t-value is 7.334 that indicate skill to be a good predictor of performance.
The relationship between skill and performance is positive and statistically significant as the value of p is .000 (p<.05). So the null hypothesis is rejected. The result of table 8 shows that, if emphasis on positive attitude is zero, performance will be .642 (B). If positive attitude is increased by 1%, performance will increase up to 64.5% (β). The t-value is 8.358 that represents positive attitude is a good predictor of performance.
The p-value is smaller than .05 that indicates the null hypothesis is rejected. There is a statistically significant impact of positive attitude on employees' performance. The regression results show that the value of B is 2.484 explains that if emphasis on training is zero, performance will be 2.484. The value of β in the regression table 9 is .661 that indicates that if training is increased by 1%, performance will increased by 66.1%. The t-value is 8.726 that represents training is a good predictor of performance.
Decision: Here the null hypothesis is rejected and alternative hypothesis is accepted as the value of p is .000 that is smaller than 0.5. That means there is statistically significant impact of training on employees' performance.
VI. CONCLUSIONS
Training presents a great opportunity to expand the knowledge of all employees. Training and development provides both the company as a whole and the individual employees with benefits that make the cost and time a worthwhile investment. The major objective of the study is to identify the impact of training on employee performance. To achieve this objective the study has used a theoretical framework with the help of three intervening variables (job knowledge, skills, and attitudes). The study revealed that there is a positive and statistically significant relationship between training and employee job knowledge, training and employee skills, training and employee attitudes, job knowledge and employee performance, skills and employee performance, and attitude and employee performance. From the analysis it is also found that, there is a statistically significant impact of training on overall performance of employees of the telecommunication industry in Bangladesh.
VII. RECOMMENDATIONS
Training is a vital factor for improving the employee performance of an organization. So, organizations should invest generously on hands -on training program. In Bangladesh some employees of the telecommunication sectors don't even get any opportunities to attend any training program. So organizations should arrange proper training programs for the employees. Training needs should be timely assessed and there should be maximum similarity between the training environment and the work place environment. So the employees can avoid the reality shock. Training programs should be evaluated on a timely manner to ensure the effectiveness of any training program. If employee promotion and advancement are contingent on attending and participating at training programs, the acquisition of new skills and knowledge can be positively reinforced there by increasing the overall productivity of employees. Training also happens to be a great motivator for most employees. Sultana, A., Irum, S., Ahmed, K., & Mehmood, N. (2012 
APPENDIX
Hypotheses developed in the study: a) Hypothesis : There is no statistically significant impact of training on employees' job knowledge.
Hypothesis
: There is a statistically significant impact of training on employees' job knowledge.
b) Hypothesis
: There is no statistically significant impact of training on employees' skills.
Hypothesis
: There is a statistically significant impact of training on employees' skills.
c) Hypothesis
: There is no statistically significant impact of training on employees' positive attitudes.
Hypothesis
: There is a statistically significant impact of training on employees' positive attitudes.
d) Hypothesis
: There is no statistically significant impact of job knowledge on employees' performance.
Hypothesis
: There is a statistically significant impact of job knowledge on employees' performance. e) Hypothesis : There is no statistically significant impact of skills on employees' performance.
: There is a statistically significant impact of skills on employees' performance.
f) Hypothesis
: There is no statistically significant impact of positive attitudes on employees' performance.
Hypothesis
: There is a statistically significant impact of positive attitudes on employees' performance.
g) Hypothesis
: There is no statistically significant impact of training on employees' performance.
Hypothesis
: There is a statistically significant impact of training on employees' performance.
For regressions the following model has been used: y= B + βx Where, y = dependent variable, B= constant, x= independent variable, and β is the coefficient of the independent variable.
